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ABSTRACT

The purpose of this study was to compare Kimberly-Clark employees'
perceptions of transfer of related training between CD-ROM-based learners and
traditional classroom learners based on five descriptive factors (supervisor support,
organizational support, peer support, self-efficacy, and motivation). Secondly, the study
investigated differences between CD-ROM-based learners and traditional classroom
learners based on eight demographic factors (age, gender, years of full-time work
experience, job title, years of experience as a supervisor, CD-ROM course experience,
online course experience, and level of education). The Training Performance Transfer
(TPT) (Petty &Farris 2001) was the sole instrument used for the study.
The entire workforce of the Kimberly-Clark, Loudon Mill was used as
participants in the study. The respondents consisted of Machine Operators, Maintenance
personnel, and Resources at the paper manufacturing facility. A total number of 370
surveys were distributed to the employees both in person and to their personal mail
folders. There were 278 surveys completed, which accounted for a 75% response rate.
Descriptive statistics including the mean, standard deviation, and frequencies
were gathered for the demographic data to help interpret employees' perceptions of the
transfer of training process. A uni-variate analysis of variance (UNIANOVA) and the
Tukey post hoc tests were used to analyze the perceptual data from the TPT. The
UNIANOVA test divided the survey into five descriptors in order to measure the
employees' perceptions of the transfer of training process. Finally, descriptive statistics
and the Tukey Honestly Significant Difference (HSD) post hoc test were used to analyze
any differences that existed between the eight demographic variables.
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The major findings from the study implied (a) there are no significant differences
in perceptions of transfer ofrelated training for CD-ROM-based learners versus
traditional classroom learners based ofthe five descriptive factors, and (b) there were
significant differences in perceptions of transfer ofrelated training for CD-ROM-based
learners versus traditional classroom learners based on the eight demographic factors as
compared with the five subcategories from the TPT.
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Chapter I
Introduction
Gilley and Eggland (1989) defined training as "learning that is provided in order
to improve performance on the present job" (p. 7). It is a trainer's job to facilitate
knowledge and skills to trainees so they can be used to increase performance and
productivity. With this in mind, training has been a top priority for most major companies
in the past decade. In order to gain competitive advantages (greater output, improved
quality, improved profits, and better safety), companies and human resource
professionals are refocusing their attention toward their greatest asset, 'human capital'
(Wilson, 2000). However, at a time when information travel is rapidly changing and the
advent of advancing technological devices, many human resource departments continue
to use old and outdated methods to-teach and train their workers (Greengard, 1999).
Greengard (1999) concluded ''workers constantly need to upgrade their skills. It is
no bulletin that the most successful organizations often attract and retain employees
based on their ability to provide training as well as a path for overall professional
growth" (p. 96). Better workers create better companies.
Ford and Weissbein ( 1997) defined training transfer as "the extent to which
knowledge and skills acquired in a training setting are generalized and maintained over a
period of time in the job setting" (p. 34). Broad (1997) stated "research, observations
from training professionals, and testimony from many managers show that most current
training efforts do not result in significant transfer of new skills and knowledge to the
job" (p. 8). For this reason, why would a company spend money on training?
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Millions of dollars are spent each year on training programs and workers are
flown all over the country for lectures and seminars (Greengard, 1999). Greengard noted
that shortly after training, it is still unclear whether or not the training or instruction will
produce any results for the individual or organization. Traditionally, instructor-led
classroom-based training has been the dominant style of training (Evuleocha, 1997;
Lawson, 1999; Filipczak, 1997). However, it appears that technology-driven training
programs are on the rise (Filipczak, 1997). Filipczak reported that in 1995 and 1996 CBI
remained constant at 10% of all training conducted in respondents' organizations,
however, in 1997 it jumped to 15% and continues to rise. With more money being spent
on CBI, it would seem appropriate to measure whether it would be a better alternative to
traditional classroom training.
Statement of the Problem
Since the advent of CD-ROM-based training, abundant amounts of research on
technology-based training programs and their effectiveness has surfaced (Wilson, 2000;
Greengard, 1999; Fister, 1998; Filipczak, 1996; Rand, 1996). With traditional classroom
training being the dominant means of instruction, not much has been done to compare the
two types of training (CD-ROM-based instruction and traditional classroom instruction)
and measure the perceived barriers for the purpose of increasing effective transfer of
training (Evuleocha, 1997; Lawson, 1999; Filipczak, 1997). A comparison between CD
ROM-based instruction and traditional classroom instruction will help differentiate which
type of training would produce the best results for transferring training from the
classroom or computer to the job. Most of the research on CD-ROM-based instruction
concentrates on the mere advantages and disadvantages of the training. Little evidence
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has been shown as to the transferability of CD-ROM-based instruction. There is an
obvious gap in the research and literature base concerning CD-ROM-based instruction
versus traditional classroom instruction as it pertains to transfer of training.
Statement ofPurpose

The purpose of this study is to research motivational factors, support factors, self
efficacy, and demographic factors that impact the employees at the Kimberly-Clark
Loudon Mill and their perceptions to transfer training as measured using the Training
Performance Transfer Instrument (TPT). This study is an extension of the dissertation
work done by Dr. Mark Farris and Dr. Gregory C. Petty of the University of Tennessee,
Knoxville. A literature review will be conducted to explore barriers and factors that
inhibit and facilitate the transfer of training process. This study will determine if there are
differences in perceptions to transfer training from traditional classroom settings and CD
ROM-based settings in congruence with motivation, self-efficacy, organizational support,
peer support, supervisor support, and demographic factors that may influence the transfer
process. Technology-driven training has not been around for a long period of time, so the
results of this study will contribute to the body of knowledge and research concerning
factors that may affect the transfer of training among CD-ROM-based learners and
traditional classroom learners.
Research Questions

The following research questions were formulated to direct the purpose of this study:
1. What are factors that may result in increased transfer of training to the job for CD
ROM-based learners and traditional classroom learners?
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2. What are factors or barriers that may result in decreased transfer of training to the job
for CD-ROM-based learners and traditional classroom learners?
3. What part does motivation, self-efficacy, peer support, organizational support, and
supervisor support play in the increase or decrease perceptions to transfer training?
4. Do the perceptions of respondents' change significantly for the demographic
variables of age, job title, years of full-time experience, level of education, years of
experience as a supervisor, CD-ROM course experience, online course experience,
and gender relating to the perceptions to transfer training?
Null Hypotheses

The two hypotheses used in this study to test the data for significance were:
Ho 1: There is no significant difference in the perceptions of transfer of related
training between CD-ROM-based learners and traditional classroom learners based on
perceptions of supervisor support, peer support, self-efficacy, organizational support, and
motivation among Kimberly-Clark Loudon Mill employees as measured by the TPT.
Ho2: There is no significant difference in perceptions of transfer related training
for CD-ROM-based learners and traditional classroom learners as measured by the TPT
based on gender, years of experience as a supervisor, educational level, age, job title,
online course experience, and years of full-time work experience.
Rationale

With training needs on the rise, it is left up to the HRD administrators to figure
out which training programs work best (Rand, 1996). This is a tough task considering all
of the training materials that are on the market. Finding the right method of training
depends on the material presented and the audience that is to receive the training. Wilson
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(2000) believed that needs assessment is a crucial step in order to measure the
individual/organizational needs, goals, and objectives. First, companies must envision
their desired outcomes and then create a means to measure those desired outcomes. Then,
companies must match their training goals with its needs in order to ensure that training
will transfer back to the workplace.
Computer-based instruction (CBI) has been a hot topic among the research and at
the forefront of discussion among many trainers (Mottl, 2000; Wilson, 2000; Lawson,
1 999; Rand, 1 996). Mottl asserted that delivery of traditional classroom instruction costs
hold at approximately $75 an hour, while computer-based instruction costs about half
that. Because of that, traditional classroom use is projected to drop dramatically in the
next few years, plummeting from its current 77% share of the training market to
approximately 5 1 % by 2003, while technology-delivered courses are predicted to rise
from 1 7% to 46% in that same time frame.
The fact that traditional classroom style training is on the decline and CBI is on
the rise raises questions as to the effectiveness and transferability of CBI training
(Filipczak, 1 996; Mottl, 2000; Maul & Spotts, 1 993; Greengard, 1 999). Blotzer (2000)
stated that in the recent past, CD-ROM-based instruction has been the most widely used
type of CBI. However, Blotzer asserted that advances in the World Wide Web (WWW)
have brought about the creation of a new style of training called web-based instruction
(WBI). Fister (1 998) concluded that a hybrid mix between CD-ROM-based instruction
and WBI is optimal for productive training.
When looking at CBI and different styles of training, the bottom-line becomes
whether or not it is transferring to the actual work site. Companies are spending more and
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more money on training and with that spending they want to see results. According to
Cole-Gomolski (1999), some companies are cutting their training budgets by up to 75%
and replacing traditional classroom training with computer-based courses. As a result of
this replacement, computer-based training is on the rise. Computer-based training is used
when particularly large numbers of users need to be trained in a short period of time
(Cole-Gomolski).
There is an evident gap in the knowledge base when comparing CD-ROM-based
instruction to traditional classroom training as it pertains to transfer of training. Most
research discussed the advantages and disadvantages of CBI (Filipczak, 1996; Rand,
1996; Lawson, 1999). Maul and Spotts (1993) conducted research that compared CBI to
traditional classroom training. The study ascertained that CBI was a significant method of
training because of the cost savings and reduction in instructional time. Therefore, the
need to evaluate the effectiveness of these technology-driven training programs is
becoming paramount. Ford and Weissbein (1997) concluded "there is a growing
recognition of the 'transfer problem' in organizational training as concerns are raised that
much of what is trained fails to be applied in the work setting" (p. 22). This study will
add to the knowledge base regarding transfer of training between CD-ROM-based
instruction and traditional classroom instruction.
Assumptions

The following assumptions are made with regards to this study:
1.

Kimberly-Clark Loudon Mill employees will answer the questions presented in this
study candidly and accurately.

2.

Kimberly-Clark Loudon Mill employees will only participate once.
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Limitations
This study was limited to the following:
1 . The population identified is limited to Kimberly-Clark Loudon Mill employees in
eastern Tennessee.
2. The data collection in this study will be limited to the accuracy of the responses and
perceptions given by Kimberly-Clark Loudon Mill employees.
3. The population is a mostly homogeneous group comprised of Machine Operators,
Maintenance personnel, and Resource personnel at Kimberly-Clark Loudon Mill.
4. The data collection will be a one-time sample of convenience confined to Kimberly
Clark Loudon Mill employees in eastern Tennessee.
Delimitation
This study was delimited to the following:
1 . This study will be delimited by the demographic variables of age, gender, job title,
years of full-time work experience, CD-ROM-based course experience, online course
experience, years of experience as a supervisor, and level of education at Kimberly
Clark Loudon Mill.
Objectives
The objectives of this study are:
1. To identify and measure differences that might exist between CD-ROM-based
learners and traditional classroom learners with regard to their perceptions of transfer
of related training based on supervisor support, peer support, organizational support,
self-efficacy, and motivation.
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2. Identify any differences that may exist between traditional classroom learners and
CD-ROM-based learners with regard to their perceptions of transfer of related
training based on age, gender, job title, years of full-time work experience, CD-ROM
based course experience, online course experience, years of experience as a
supervisor, and level of education.
Definitions

The following terms have been defined for the purpose of this study.
1 . Age: Different periods of a person's life. Age consisted of (a) 1 9 or under, (b) 20-26,
(c) 27-35, (d) 36-55, and (e) over 55.
2. Barriers to Tran sfer: A set of actual or perceived factors that inhibit the outcome of
training and development and act as an inhibitor to the transfer of training process
(Broad & Newstrom, 1992).
3. Baseline Data: Operationally defined for the purpose of this study as data used to
support an observation of demographic variables until stabilization of such data
occurs.
4. CD-ROM-Based Instruction: Operationally defined for the purpose of this study as
instruction that is delivered on a compact disk using a computer.
5. CD-ROM Course Experience: The amount of time spent in training via CD-ROM.
In this study (a) none, (b) less than 20 hours, and (c) more than 20 hours.
6. Computer-Based Instruction: Operationally defined for the purpose of this study as
training conducted using a computer albeit Web-Based Instruction or CD-ROM
based instruction.
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7. Content Validity: Operationally defined for the purpose of this study as the degree to
which surveys measure what is intended.
8. Demographic Information : Measures included (a) job title, (b) CD-ROM course
experience, (c) years of full-time experience, ( d) level of education, (e) online course
experience, (f) years of experience as a supervisor, (g) gender, and (h) age.
9. Feedback: Information periodically given to trainees to assess their understanding of
a newly learned task in order to ultimately help improve the proficiency of their skills
(Broad & Newstrom, 1992).
1 0. Gender: The participant's particular sex. The two levels included male or female.
11. Generalization: Displaying or retaining knowledge or skills after training even if the
environment or situation had changed (Ford & Weissbein, 1 997).
1 2. Job Title: The position or job executed by an employee. This study included (a)
Machine Operator, (b) Maintenance, and (c) Resource.
13. Level of Education: Highest level of educational attainment. This study included (a)
less than high school diploma, (b) high school degree or GED, (c) 2 years of college
or associate's degree, (d) a bachelor's degree, (e) some graduate work.
14. Locus of Control: Operationally defined for the purpose of this study as an
individual's perception that success or failure is based on personal initiative or lack
thereof.
1 5. Maintenance of Transfer: Knowledge, skills, or behaviors that remain constant
during the transfer of training process and after the training program is completed
based on the amount of time elapsed (Ford & Wessbein, 1 997).
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16. Motivation to Transfer: A learners intention to use their knowledge or skills after
receiving training (Foxon, 1997).
17. Online Course Experience: The amount of experience participants had conducting
training online. This study includes (a) none, (b) currently taking first online course,
(c) have taken at least one online course, and (d) have taken more than one online
course.
18. On-the-Job Training (OJT): A structured training program performed at the actual
job site in which learners are asked to demonstrate and master skills in the presence
of a trained instructor or worker (Blair, 1996).
19. Peer: Operationally defined for the purpose of this study as a person that is equal to
another, in this case, a co-worker.
20. Self-Efficacy: The belief in one's capability to utilize their cognitive resources,
motivation, and courses of action needed to meet task demands (Bandura, 1986).
2 1. Supervisor: Operationally defined for the purpose of this study as a person in charge
of subordinates or employees in a work setting.
22. Task: Operationally defined for the purpose of this study as a unit of work that has a
beginning and an end and is comprised of one or more elements.
23. Theoretical Model: Operationally defined for the purpose of this study as a model,
which designs the framework for the development of the instrument.
24. Training: A planned learning experience designed to permanently change one's
behavior (Noe, 1986).
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25. Training Transfer: Knowledge and skills acquired in a training setting that are
generalized and maintained over a period of time in the actual job setting (Ford &
Weissbein, 1 997).
26. Training Performance Transfer Instrument (TPT): An instrument designed by Dr.
Gregory C. Petty and Dr. Mark Farris (2001 ) of the University of Tennessee for the
purpose of analyzing factors that affect the transfer of training.
27. Web-Based Instruction (WBI): Internet training that uses a computer via the World
Wide Web (WWW) to deliver computer-based instruction (Blotzer, 2000).
28. Work Group: Operationally defined for the purpose of this study as a group of peers
bound together by a department or unit.
29. Years of Experience as a Supervisor: The amount of time spent in a supervisory or
managerial role. This study includes (a) none, (b) less than 2 years, (c) 2-8 years, and
(d) more than 8 years.
30. Years of Full-time Work Experience: The amount of time spent on the job
exceeding 32 hours per week. This study includes (a) less than 1 year, (b) 1 -5 years,
and (c) more than 5 years.
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Chapter II
Review of Related Literature
This chapter contains a review of the related research and literature concerning
the transfer of training process. A historical context for motivation, self-efficacy, learning
styles, transfer of training, and CD-ROM-based instruction are detailed. Previous studies
concerning transfer of training are compared and reviewed accordingly.
Motivation to Transfer

Research indicated that motivation plays a major role in transferring training to
the job (Machin & Fogarty, 1997; Foxon, 1997; Facteau, Dobbins, Russell, Ladd, &
Kudish, 1995). Pinder (1998) described work motivation as, a set of internal and external
forces that initiate work related behavior and determine its form, directions, intensity, and
duration. Ambrose and Kulik (1999) claimed "the definition recognizes the influence of
both environmental forces (e.g., organizational reward systems, the nature of work being
performed) and forces inherent in the person (e.g., individual needs and motives) on
work-related behavior" (p.231). Gregoire, Propp, and Poertner (1998) stated "if
motivation is lost at any level of the training environment, [pre-training, training, or post
training] it is unlikely that transfer will occur" (p. 3). Foxon (1997) concluded that
motivation takes on a pivotal role in the transfer process.
Historically speaking, Maslow (1943) developed a motivational theory built upon
a pyramid or a hierarchy of needs that humans strive to attain. These needs started with
basic needs like food and shelter and progressed to more intrinsic needs like self-esteem
and self-actualization. Herzberg, another pioneer, developed a two-factor theory of
motivation. Herzberg's two-factor theory of motivation is a distinction between intrinsic
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(motivators) and extrinsic (hygiene) factors (Herzberg, 1 982; Herzberg, Mausner, &
Snyderman, 1 967). "Much of Herzberg' s research compared attributes preferred by one
group (usually public sector employees) to those preferred by another" (Ambrose &
Kulik, 1 999, p. 233). Vinokur-Kaplan, Jayaratne, and Chess (1994) concluded that
opportunities for promotion and job challenges were the most important factors
influencing the job satisfaction of individuals in non-profit and public agencies.
Phillipchuk and Whittaker (1 996) found significant differences between their results and
Herzberg's ( 1 982). They concluded that advancement and recognition had a higher
frequency of dissatisfaction than satisfaction. Examination of recent research suggested
significant differences in Herzberg's theory. Luthans and Kreitner (1 985) suggested that
''based upon the available research evidence, the needs theories of motivation tum out to
be explanations ofjob satisfaction and not motivation" (p. 97).
Motivation, Expectancy, and Self-Efficacy

Expectancy valence theory (Vroom, 1 964) proposed that motivation is a function
of the outcomes that are available, the value the individual places on those outcomes, the
degree of association in the individual's mind between performance and the attainment of
valued outcomes (instrumentality), and the individual's perceived association between
the effort they invest and their performance (expectancy). Research by Clark, Dobbins,
and Ladd ( 1 993) built upon the expectancy theory of Vroom and proposed that "training
motivation is a direct function of the extent to which the trainee believes that training will
result in either job utility ( e.g. higher job performance, less stress on the job) or career
utility (e.g. promotion opportunities)" (p. 293). Figure 1 represents Clark, Dobbins, and
Ladd's Model of Training Motivation. The results of this study
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Figure 1. Model of Training Motivation.
Cited in (Clark, Dobbins, & Ladd, 1 993, p. 294).
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concluded a positive correlation between decision involvement, decision-maker
credibility, expectancy, and supervisor training transfer climate towards motivation and
intention to transfer (Clark, Dobbins, & Ladd).
Motivation is influenced by such factors as trainee's confidence in their ability to
use the new skills, by their perception of the relevance of the training to their work, by
their ability to identify work situations where using the skills would be appropriate, and
by their belief that using the new skill will improve their job performance (Baldwin &
Magjuka, 1 99 1 ; Holton, 1996; Noe, 1 986; Tannenbaum, Mathieu, Salas, & Cannon
Bowers, 1 99 1 ). According to Machin and Fogarty (1 997):
the construct of motivation has helped to develop models of how it can be applied
to training. The three major areas of research have been based on: (a) the use of
an expectancy framework, (b) an examination of how trainee self-efficacy
develops, and (c) the use of goal-setting to guide behavior change. (p. 1 00)
A study conducted by Machin and Fogarty ( 1 997) examined several individual
characteristics (self-efficacy, motivation to transfer, training reactions, goals for transfer,
and commitment to transfer goal). Self-efficacy and motivation to transfer were found to
be significantly related to positive transfer intentions. Machin and Fogarty found that
self-efficacy is positively related to transfer success. That is, higher levels of self-efficacy
at the end of training are related to greater success in transferring one's training to the
workplace. (See figure 2) The only Time 2 variable that did not produce positive results
was situational constraints. Machin and Fogarty concluded that "self-efficacy and
motivation to transfer were found to influence the development of transfer intentions,
which are precursors to the implementation of trained skills" (p. 1 1 1 ).
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Time 3 Variables

Time 2 Variables
Achievement of Goal
Self-Efficacy
Motivation to Transfer
Training Reactions
Situational Constraints

�

Goal for Transfer of
Training
Commitment to
Transfer Goal

+

Transfer
Success

,

Figure 2. Process Model of Time 2 Variables and Their Impact on Transfer Success.

Cited in (Machin, & Fogarty, 1 997, p. 108).
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Learning Styles
Early theories of learning style have focused primarily on personality for
understanding how people learn and behave (Jung, 1 953; Kolb, 1 98 1 ; Tyler, 1 978) Tyler
and Jung believed that personalities were essentially fixed and determined a person's
learning style or type. Garner (2000) compared Kolb's Leaming Style Inventory with
Jung's typologies, which were the basis for the Meyer-Briggs Type Inventory. Gamer
found that the two concepts were similar. Jung's four personality types were: (a) the
sensing type, (b) the intuitive type, (c) the feeling type, and ( d) the thinking type. These
types were later adapted to help understand how people learn at work.
Employees and trainees all process information in different ways. Kay (1998)
suggested that "most people fall into one of four basic learning styles: visual, auditory,
kinesthetic, or dialectic" (p. 6). No one gathers all of his or her information one way
exclusively, however, each person has a dominant method of learning. These styles have
nothing to do with intelligence or ability to succeed or learn. Supervisors and trainers
who truly understand how people learn can communicate more effectively to all
employees and transfer skills and knowledge to their teams (Kay). "With a continuous
learning philosophy, learning is considered an everyday activity for all employees with
training as a key mechanism for improving basic literacy skills, technical skills, and
interpersonal skills" (Noe & Ford, 1 992, p. 346).
Learning style is defined by the way individual people begin to concentrate,
process, internalize, and remember new and difficult material (Filipczak, 1 995). Filipczak
described two different types of processing methods for learners, global and analytical.
Global processors want an overview of the subject first and once they have the "big
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picture", they can assimilate the facts that create that larger view. Whereas, analytical
processors like to be presented with the individual facts first and then given the "bigger
picture" after the facts have been delivered. Filipczak asserted that "55% of adults are
global learners, while 28% were analytic, with the remaining 17% being able to process
either way" (p. 44). He concluded that traditional training is designed to teach the
analytical learner and that most training ignores the needs of the global learner.
With the advent of technology-driven training programs, comparisons begin to
arise as to which program attends to learning between CBI and traditional methods.
Brown (2001) believed that computer-driven training programs are better suited for
individuals that are self-motivated. According to Brown, "individualization involves a
shift in responsibility from instructors to learners because learners control important
features of instruction, including the amount of practice and time spent on tasks" (p. 272).
This implies the active role the learner plays in determining training outcomes. Brown
(2001) and Goldstein (1993) believed that current theory and evidence regarding learning
suggest a number of behavior-focused principles regarding knowledge gain. The most
influential of these principles are practice and time on task. Learners who practice
essential elements of a task more than others gain more knowledge and skill (Goldstein,
1993 ; Thorndike, 1913). Schunk (1 991) suggested that the relationship between
motivational constructs and persistence is weak in many classroom settings because the
teacher determines how much time students spend on a task. Brown maintained that
computer-based training does not have the external pressures of peers or instructors when
completing activities. Thus, individual differences are critical determinants of training
effectiveness.
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Goldstein (1998) stated that computer-based instruction systems are "leamercentered-environments". They are self-study, interactive training sessions that determine
a user's learning style with a brief, but sophisticated, pre-course self-assessment and then
branch off into exercises that are customized automatically for the learner. The training
can use video, audio, interactive tests, and chat areas to keep a learner's attention and
make the training stick. It means synchronous training supplemented with asynchronous
learning. It also means pre-and post-learning activities (Goldstein).
Prensky (1998) acknowledged the following training trends: (a) changes in
learning style, (b) advancing technology, and (c) changes in the training industry.
Changes in learning style have changed the way training is measured. Measures of
training success include: (a) the entertainment factor, (b) cross- generated appeal, (c)
performance measurement, and (d) adaptability. Younger workers think and learn in
different ways than previous generations of workers. Younger workers prefer learning
that is visual, accessible, and fun. The traditional "tell/test" mode of learning is slowly
being replaced by question-led, discovery, and role-play (Prensky).
Barriers to Training Transfer

Machin and Fogarty (1 997) suggested "that a vital aspect of any training program
involves determining how effectively skills learned in training are transferred to on-the
job performance" (p. 98). Tannenbaum and Yukl (1992) noted "that a recurring theme in
recent reviews of training indicate the need for a 'paradigm shift' from research design to
show that a particular type of training is effective" (p. 433). Ford and Weissbein (1997)
attributed the concern of transfer to "changing job requirements, viewing peoples as the

20
key to competitive advantage, and movement towards learning as a key mechanism for
fully utilizing human resources" (p. 22).
Foxon (1997) stated "during 1996 an estimated 58.6 million corporate employees
were to receive training at a projected cost of $60 billion" (Industry Report, 1996, p. 62).
Baumgartel, Reynolds, and Pathan (1984) reported that less than half the attendees
reported any significant attempt to transfer the training to the job environment. Marx
(1986) concluded that transfer failure might be as high as 90%. Broad and Newstrom
(1992) suggested that over 80% of the investment in training is ultimately wasted.
Baldwin and Ford (1988) stated, ''while American industries annually spend up to $100
billion on training and development not more than 10% of these expenditures actually
result in transfer to the job" (p. 9). Robinson (1996) emphasized "research indicates that
less that 30% of what people learn (in training) actually gets used on the job" (p. 9).
Mosel (1957) found evidence that showed "that very often the training makes little or no
difference in job behavior" (p. 56).
There are many reasons why training does not transfer back to the job. The point
at which the measure of transfer is taken can influence the perception of how much of the
training has transferred (Ford, 1994). Most training programs measure the amount of
learning that has occurred at the end of the training program rather than on the job
performance (Baldwin & Ford, 1988). A recent Conference Board survey of major U.S.
companies found that only 2% of responding organizations reported no problems in
obtaining high performance from the workforce (Csoka, 1994). A sizable 55% of the
organizations reported a problem, and the remaining 43% reported a serious problem in
obtaining that performance. With this in mind, many researchers have explored different
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barriers to successful transfer of training (Machin & Fogarty, 1997; Ford & Weissbein,
1997; Broad, 1997). Newstrom (1985) identified nine major barriers to transfer, as
perceived by training professionals. In order of importance these barriers are:
1. Lack of reinforcement on the job
2. Interference from the immediate work environment
3. Non-supportive organizational culture
4. Trainee's perception of impractical training programs
5. Trainee's perception of irrelevant training content

6. Trainee's discomfort with change and associated effort
7. Separation from inspiration or support of the trainer
8. Trainee's perception of poorly designed/delivered training
9. Pressure from peers to resist change (p. 9)
Laker (1990) looked at performance maintenance factors and generalization of
knowledge and skills to the job. Laker suggested a dual dimensional approach to transfer
with a need to do more that one audit. Holton (1996) and Parry (1990) concluded that
poor course design, sending the wrong people to training (or right people at the wrong
time), and lack of support or resources on the job reduced transfer. Organizational,
instructional, and personal factors can inhibit transfer back to the job. Nadler (1971)
discussed the need for "support systems" and actions by managers to support transfer.
Poxon (1997) attributed motivation, action planning, and manager support as keys to the
transfer process. Ford and Weissbein (1997) concluded there are three types of training
input factors that can impact training outcomes and training transfer: (a) training design,
(b) trainee characterization, and (c) work environment. (See figure 3)
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Training Inputs

Training Outputs

Conditions of Transfer

Trainee
Characteristics

•Ability
•Personality
•Motivation
Training Design

•Principles of Leaming
•Sequencing
•Training Content

Learning

Generalization

Retention

Maintenance

&

Work Environment

•Support
•Opportunity to Use
Figure 3. A Model of Training Transfer.

Cited in (Ford & Weissbein, 1997, p. 24).
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A study by Ford, Quinones, Sego, and Sorra (1992) conceptualized the
opportunity to perform trained tasks into three dimensions: (a) breadth, (b) activity level,
and (c) type of tasks performed. Their study focused on graduates and supervisors from
an Air Force technical training program. The questionnaires measured the three
dimensions and various organizations, work content, and individual factors four months
after the airmen had completed the training program. The results from Ford et al.
indicated "there was differential opportunities to performed trained tasks and these
differences were related to supervisory attitude and work-group support, as well as the
trainee's self-efficacy and cognitive ability" (p. 511).
As organizations move away from unstructured on-the-j ob (OJT) training systems
to more formal structured training programs, it is clear that transfer of training is more
than a function of the quality of the training program (Rosow & Zager, 1988; Campbell,
1988). Garavaglia (1995) believed that trainers should help learners identify specific
barriers that may exist in the learner's belief system and help them rid or change these
negative beliefs in order for training to transfer. He believed that attitude towards one's
previous training, work, training content, and delivery system affect transfer and
motivation. Trainees must see training as useful and supported in order for transfer to
even begin to take place.
Manager or supervisor support is at the forefront of transfer research (Gregoire,
Propp, & Poertner, 1998; Pinder, 1 998). Georgenson (1 982) maintained that "managers
control tangible and intangible employee rewards. Control of these rewards gives them
influence over employees' work behavior" (p. 75). Training by itself does not necessarily
cause effective performance. "Managers must realize their role in supporting
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performance-related factors besides training" (Broad, 1997, p. 10). Managers and
organizations can address many of the barriers that were identified by Newstrom (1985).
Mosel (1957) concluded "training will only transfer to the extent that managers support
and practice the same behavior their staff are taught in the training environment" (p. 56).
Huczynski and Lewis (1980) and Richey (1992) believed that managers are the single
most important influence on the transfer process and exert more influence than co
workers exert on the learner's decision to implement the training.
Managers and supervisors that are willing to spent money on high dollar training
programs need to be more actively involved in the training process. Sevilla and Wells
(1998) concluded that supervisor support is one of the most important parts of the transfer
process. Sevilla and Wells asserted:
an employee attends a well-designed workshop on team building led by a
dynamic presenter. During the workshop the employee has a chance to practice
new skills by using entertaining experiential learning techniques. But, if the
employee begins to apply the techniques at work and finds no support from
management, it is as if training occurred in a vacuum and has no effect on the
employee's or the supervisor's performance appraisal. (p. 1 0)
Employees are expected to mirror their organization and supervisor's expectations,
however they find this difficult considering they receive no support after training.
Ways to Ensure Transfer of Training
Some researchers believe they have created ways of ensuring transfer of training
to the job (Parry, 1 990; Garavaglia, 1993; Sevilla & Wells, 1 998). Baldwin and Ford
(1988) concluded that most investigations of training success have measured the amount
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of learning that has occurred at the end of a training program rather than on the job
performance. Garavaglia (1 993) asserted that to avoid biases professional evaluators
should be hired to conduct an assessment of training transfer three to 1 2 months after the
training has taken place. How and when training is measured is an important part of the
evaluation process.
Parry (1 990) described three important factors for improving transfer of training;
they are: (a) personal factors, (b) instructional factors, and (c) organizational factors.
Personal factors are described as motivation to learn, ability to learn, concentration level,
and relevance of training. Next, instructional factors included appropriate course design,
content structure, instructor effectiveness, and follow up after training. Finally, the
organizational factors were support from supervisor and peers, timing of the training, and
the degree of fit to the job. Personal factors were the only factors that were internal and
were not as easily controlled as the instructional and organizational factors. Parry
believed that reducing barriers surrounding the three factors would help increase the rate
of transfer success.
Several writers have suggested that instructional strategies and techniques that
link training to the workplace are the first steps to transfer of training (Parry, 1 990;
Holton, 1 996; Butterfield & Nelson, 1 989). "Instructors must help learners make the leap
from classroom to work place by action planning and goal setting" (Butterfield & Nelson,
1 989, p. 1 5). Butterfield and Nelson believed that trainers must take into account
individual learning styles when creating course content. Fox (1 994) believed that learners
should be involved in planning committees. This would assure to instructional designers
that the training and its goals were parallel with the trainee 's work environment.
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Bennett, Lehman, and Forst (1999) asserted that work climate factors are crucial
to the success of training programs. They conducted a research study that supported the
claim that work climate factors increase the chances of transfer of training. The results
maintained that employees that worked in a positive or helpful transfer climate perceived
greater training transfer than those who felt blocked from applying their new skills to the
job.
Sevilla and Wells ( 1998) believed the success of the transfer process was a six
step approach. The steps are: (a) plan the training with management, (b) define the
objectives and scope of the training, (c) reinforce expectations, (d) evaluate the outcome,
and (e) reward and correct. Rummler and Brache (1995) explored six organizational
factors that support effective performance and are essential for effective performance.
They are:
1. Clear performance specifications (expected outputs and standards)
2. Necessary Support (sufficient resources, clear signals, priorities, logical
responsibilities)
3. Clear consequences (rewards, potential dangers)
4. Prompt feedback (how well actual performance matches expectations)
5. Individual capacity (physical, mental, emotional capability to perform)
6. Necessary skills and knowledge ("know-how" and experience to perform) (p.
10)
Minter ( 1996) believed that many companies blame the employees after training
occurs and no change has taken place on the job. Minter claimed that although employees
play a major role in the transfer process, he agreed with Thorndike (1913), that a variety
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of factors contribute to the transfer process. Parry (1 990) insisted that instructors, course
designers, and management share the responsibility for creating a "maintenance system"
that recognizes and reinforces the desired behaviors that learners attempt to apply at
work. Minter described eight ways to increase training success and curtail many of the
obstacles. The eight ways to increase transfer are:
1 . Determine the training needs
2. Conduct a workplace environment assessment
3. Review potential training programs
4. Develop effective instructors
5. Carefully select who will attend the training
6. Win the support from supervisors
7. Prepare trainees in advance
8. Distribute pre-course material ahead of time (p. 33)
Garavaglia ( 1 993) asserted that transfer is more likely to occur when identical
elements appear in two different situations. Learners can generalize one situation
to the next with help of analogies, multiple examples, teaching general principles,
mnemonics, and visual cues. He went on to say that "drill and practice techniques
can help trainees reach a level of automatic implementation on the job" (p. 68).
Transfer Models

Baldwin and Ford ( 1 988) created a model of the transfer of training process. They
classified the transfer process in terms of training input factors, training outcomes, and
conditions of transfer. They concluded "there are three types of training input factors that
can impact training outcomes and training transfer: ( a) training design, (b) trainee
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characteristics, and (c) work environment" (p. 64). Trainee characteristics were personal
traits that included ability, personality, and motivation to transfer learning. As stated by
Baldwin and Ford, work environment included climatic factors such as supervisory
support, peer support, and constraints and opportunities to perform learned tasks of the
job. Training outcomes were based on the amount of learning that occurred during
training and the amount retained after training was completed. Conditions of transfer are
a combination of generalization of learning of the training material to the job
environment and maintenance of the training material on the job over time. According to
Baldwin and Ford, training outcomes are directly affected by the three training inputs.
Tannenbaum and Yuki (1992) suggested that researchers concentrate on trainee
characteristics that can be influenced before, during, and after the training process to have
the greatest potential for understanding why training is effective or not effective.
A second model of transfer of training was posited by Foxon (1994). Foxon
believed that transfer of training was a process rather that an outcome or product of
training. Foxon's model was assessed in terms of initiation of transfer, frequency of
transfer, and overall transfer. The model contained the factors of organizational climate,
motivation to transfer, manager support, peer support, and action planning. Action
planning was used to help learners think about implementing their newly acquired skills
before they returned to work. Huczynski and Lewis (1980) believed that most of the
transfer models that have been presented are not based on empirical data. However, now
that training has become a hot topic for most organizations, more studies are being
conducted (Machin & Fogarty, 1997; Poxon, 1997).
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Computer-Based Instruction

CBI program content generally includes tutorials, practice exercises, and case
studies with more sophisticated programs that incorporate game-based activities and
business simulations (Rand, 1996). "Computer-based instruction (CBI) can be an
effective way to train when used properly. When it is used wrong it can be boring"
(Filipczak, 1 996, p. 52). Filipczak stated that a major component of CBI or multimedia
based training is interactivity. It is said that the most powerful learning environments are
simulations, but only when the learning is designed into the environment.
Advantages of CBI

Many researchers have found conclusive advantages of CBI as it is compared to
traditional classroom training (Rand, 1996; Lawson, 1 999; Blotzer, 2000). McCarley
(1 998) completed a five month pilot study on CBI for health and safety training and
found the following advantages of CBI:
1. Training is consistent-same content, same delivery to every employee.
2. CBI programs can be easily customized to your company's policies and
procedures.
3. CBI can be made available 24-hours per day, seven days per week.
4. CBI is "active" training since interaction in answering the questions is
required by the user. Therefore, retention rates are up to 70% compared to
20% for traditional methods.
5. Most CBI programs have automated record keeping programs and tracking
built in. Reports of non-attendance are easily called up.
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6. Production lines do not have to be shut down in order for all employees to
attend a training class. There is a decrease in training time.
7. CBI programs will bookmark where the particular employee left of£ (p. 1 )
CBI is attractive because of the amount of interactivity there is with the trainee.
Evuleocha (1 997) concluded "there are full motion video, animation, graphics, text, and
audio to accommodate most learning styles and tailor training to individual preferences"
(p. 1 27). With the processor speeds and hard-drives becoming as fast and large as they
are, companies can train more efficiently. Vast amounts of information can be stored and
made accessible at a moment's notice.
Allen ( 1 996) suggested that "employed correctly, multimedia training can yield
significant, positive results, less time and cost, better learning and performance, and
improved competitive advantage" (p. 34). He claimed that the return on investment could
be high if the training is aimed at real organizational problems and it created real business
results. Lawson ( 1 999) described four different reasons why CBI can be advantageous:
1 . Self-paced learning. Employees can review topics that they need clarification.
If the employee is familiar with the topic they can move along at a faster rate.
In classroom training, a group of employees are expected to master a topic in
a predetermined time.
2. Reduced training time. Maul and Spotts (1 993) demonstrated a statistically
significant reduction in the amount of time needed to complete training (p. 2527). In their 20% sample the CBI group averaged 159.2 minutes, while the
classroom group averaged 240 minutes. This 80.8 minute difference
represents a 34. 7 decrease in training time.
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3. Cost savings. For example, if the CBI group completes training in 80.8 fewer
minutes, a company that requires 100 employees to be trained would save
8,080 minutes (1 34.7 hours). If each employee earns $ 1 0.00 per hour, the
company would save $ 1 ,346.67 each time the training is conducted. This
figure does not include savings realized from the reduced costs associated
with trainers, materials, and overtime. This also frees up internal trainers to
focus more time to other facets of their job.
4. Knowledge retention. Learning at a rate that is comfortable to the trainee
helps them to retain more information for longer periods of time. (p. 3 1 )
Fister ( 1 998) reported that CD-ROM segments add depth and detail to the
presentation of the basic content and give students a clearer picture by supplementing the
text with real-life situations and portrayal of ethical issues. Students can generate
discussions based on the actions portrayed in a video rather than just reading about them.
Filipczak ( 1 996) asserted that CBI is best realized when using online "mentors" or
discussion forums where the students can chat and ask questions as if they were in the
classroom with the instructor. Many times it is easier for a student to ask questions that
they normally would not in a classroom setting because of the fear of being embarrassed.
Ideas can be easily expressed and questions answered in a more timely manner.
The CD-ROM portions of training offer the quickest access time and smoothest
graphics. CD-ROM allows vast media storage without the concern of delivering large
files to learners and relying on online access speeds (Fister, 1 998). High-resolution video
and graphic files that would normally require lengthy download times are readily
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accessible via CD-ROM. Jossi (1998) asserted that most companies use CD-ROM's to
avoid tying up their intranets and servers.
CD-ROM-based instruction, according to Clark and Lyons (1999), "has
transformed the state of the art in instructional design, allowing us to put the learner in a
simulated environment to solve realistic problems while receiving mediated coaching as
needed. It is a trainer's dream come true" (p. 51). The transfer of technology-driven
training therefore merits additional research. According to Garavaglia (1993):
more than ever, training evaluation must demonstrate improved performance and
financial results. As Human Resource Development (HRD) professionals, we
need to show organizations that they are getting good returns on their investments
in training. To do that, we need to find out whether the skills and knowledge
taught in training get transferred to the job. (p. 63)
Disadvantages of CBI
Some of the disadvantages or roadblocks to implementing CBI include many of
the human aspects it lacks. "Some employees need face to face interaction of a qualified
trainer. Trainers, whether external or internal fear that CBI will threaten their job security
and therefore are wary of exploring new technology" (Sullivan, 1998, p. 36). Weidner
(1999) asserted that CBT is not effective for training when hands-on lab or shop sessions
are needed to facilitate learning. Rodriguez (1999) believed that CD-ROM courses are
best suited for self-motivated learners because the courses are self-paced and do not offer
any instructor feedback.
Content (mostly text) and reading articles are best to be presented in WBI
formats (Fister, 1998). Fister asserted that if any part of a CD-ROM-based instruction

program changes, it becomes obsolete. Changes that need to be made can be costly and
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time consuming to curriculum developers and programmers.
Filipczak ( 1996) concluded that many CBI programs fail because they do not
transfer the same interactivity that is included in traditional classroom atmospheres.
Oullette ( 1 999) concurred and stated "even with the advent of CBI, most information
technology professionals agree that classroom training is still the most powerful way to
capture the attention of trainees and provide immediate, authoritative feedback" (p. 6 1 ).
Many times learning gets sacrificed for too much entertainment. Leaming and
transferability are optimal when the learning is desi gned into the training environment
(Filipczak). Lawson (1 999) stated that CBI developers understand the programming
aspect of creating a CBI course, but have no experience with learning theory. This leads
to goals and objectives that are not clearly defined, leading to confusion for the learner.
Rand ( 1 996) attributed CBI's shortcomings to its lack of peer interaction,
personal feedback, and a sense of company affiliation compared to face-to-face learning.
Wilson (2000) believed that rapid implementation of new and unfamiliar high-tech
training programs can alienate employees. Lawson ( 1 999) believed that computer literacy
and self-efficacy of the end user of CBI could be seen as a major stumbling block to
successful implementation of a CBI program.
Rand ( 1 996) referred to distance learning via satellite as a passive learning
experience, with a majority of the participants spending their time watching a talking face
on a computer screen. Interactivity becomes limited based on a one-size-fits-all approach
to training. Rand concluded that quality, customized, interactive multimedia CBI
programs are costly to create and maintain. Filipczak (1 997) estimated that it takes
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approximately 1 50 hours of development time per hour of CBI, which is down 50 hours
from the previous year. With this in mind, organizations typically would require a large
number of potential users to justify investing large sums of money into a training
program that may change or become obsolete.
Summary ofReview ofRelated Literature

The review of related literature revealed a recent surge in CD-ROM-based
research as it pertains to instruction. Cannell (1999) concluded that CD-ROM-based
instruction is one of the most widely used types of training, 52.7% of the organizations
use this type of training. However, in 1992, organizations in the United States invested
more than $45 billion in employee training and only 15% of those companies measured
training transfer (Garavaglia). With this in mind, there is a widespread need to improve
transfer in order to achieve greater returns on investment. Baldwin and Ford (1988)
ascertained "research on transfer of training has been insufficient due to the fact of its
dynamic nature and the researcher's lack of interest in the topic" (p. 63).
The global competitiveness to reorganize and meet the bottom-line has forever
changed the way we look at human resources and training (Rand, 1996). With the
invention of technology-driven training programs, it becomes faster and cheaper to train
employees without wasting valuable time and money sending them all over the country.
Rand concluded:
the relentless tides of business and social change are finally breaching time
honored employee training methods. The days of attentive rows of students
gazing dutifully at an endless flow of overhead transparencies and taking copious
notes are becoming faint footprints in the sands of business history. (p. 11)

35
Changes in the way to organizations conduct training have caused researchers to
look into the reasons behind these changes. Rand ( 1996) discussed recent trends that are
scuttling traditional, facilitator-led, and classroom-based training. The six key trends are:
1 . Increasingly complex-training requirements associated with a highly
competitive global economy.
2. Iterative reengineering initiative driving recurring staff "re-tooling" efforts.
3. Progressively move heterogeneous employee populations making one-size
fits-all training ineffective.
4. Geographically dispersed work forces that render centralized training
inconvenient and costly.
5. Corporate downsizing of staff functions such as training and HRD combined
with a general disinclination to build classroom capacity to keep pace with
demand.
6. A contemporary workforce characterized by active visual learning styles (the
Nintendo/MTV generation) rather than the more passive and verbal learning
style (lecture and textbook) of prior generations. (p. 1 2)
In the context of the workplace, transfer of learning is defined as the effective
application by trainees to their jobs of the knowledge and skills gained as a result of
attending training programs (Taylor, 2000; Broad, 1 997). Trainee motivation to learn, the
immediate environment, the instructor, and the supervisor are key factors influencing the
transfer of learning (Taylor, 2000; Broad & Newstrom, 1 992). Despite billions of dollars
invested in training programs, unsettling questions continue to be raised about the return.
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Managers are asking hard questions about evidence of training effectiveness (Foxon,
1 997).
More research needs to be conducted pertaining to the advantages and
disadvantages of (CBI) computer based instruction, the possible financial benefits of a
hybrid mixture of CD-ROM-based instruction and web-based instruction, and the
perceptions ofthe trainers and trainees regarding CBI as it pertains to the transfer of
training. The review ofliterature was conducted to help investigate CBI and how it
relates to perceptions of transfer of related training. Conclusions and findings from the
data collected in this study are reported in Chapter five.
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Chapter III
Methodology
Introduction to Kimberly-Clark

For over 125 years, Kimberly-Clark Corporation has been producing various
products that include Huggies, Kleenex, Scott Paper, and Kotex feminine care products.
The Loudon Mill, which was used for the purpose of this study, is one of many paper
mills located in the United States and abroad. The Loudon Mill, located in Loudon,
Tennessee started up as a Greenfield site over 11 years ago. The mill was designed using
High Performance Work Teams (HPWT). This type of work design allows teams and
individuals a chance to be more actively involved in the day to day decision-making
process. The Loudon Mill produces hand towel and bath tissue products that carry the
names Scott, Kleenex, and Surpass. These products target "away from home" type of
customers. These products can be found at places that include rest areas, hotels, and
football stadiums across the country.
The Loudon Mill is divided up into two sides, hand towel and bath tissue. Each
side consists of four Machine Operation teams, a Maintenance team, and dedicated
Resources. The Machine Operators on each team are dispersed among departments.
These departments include: (a) fiber prep, (b) tissue, (c) converting, (d) shipping, and (e)
waste water. Machine Operator personnel work 12 hour rotating shifts in order for the
mill to run 24 hours a day and 365 days per year. Maintenance personnel work a
somewhat similar schedule to Machine Operators in order to have coverage in case of
machine failures. Resource departments include: (a) human resources, (b) engineers, (c)
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finance, (d) purchasing, (e) logistics, ( f) stores, and (g) mill information systems, they are
used to support the business needs. Resources typically work day shift.
Kimberly-Clark Loudon employees receive traditional classroom training in areas
of team building, new hire orientation, leadership, and many other topics. Competency
based training is a new form of training for the Loudon Mill. Competency-based training
combines traditional classroom instruction with on-the-j ob instruction. Finally,
employees receive the Occupational Safety and Health Administration (OSHA) training
via CD-ROM and web-based instruction is used to teach users the purchasing system at
the Loudon Mill.
Research Design

The purpose of this study was to utilize a quantitative approach in comparing
differences that might exist between CD-ROM-based learners and traditional classroom
learners. The population consisted of Kimberly-Clark employees in Loudon, Tennessee.
The research was conducted utilizing the Training Performance Transfer (TPT)
instrument developed by Dr. Gregory C. Petty and Dr. Mark Farris (2001) from the
University of Tennessee, Knoxville (see Appendix D). The TPT was used with their
consent and permission. The intent of this survey was to further investigate self-efficacy,
supervisor support, peer support, organizational support, motivation, and eight
demographic variables that may or may not inhibit the intentions to transfer training to
the job at Kimberly-Clark. Due to organizational requirements of the company, the
instrument was distributed to Kimberly-Clark employees by way of mail folders, in
person, and at team meetings. A letter from the Mill Manager granting permission to
conduct the research is located in Appendix B.
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Population
Participants of this study were full-time employees at the Kimberly-Clark Mill in
Loudon, Tennessee. The entire population of employees at the Loudon Mill was
surveyed. This population was chosen based on the accessibility to the researcher. It was
helpful that the number of CD-ROM-based courses taught were comparable to the
number of traditional classroom courses taught to employees. This factor made this
population somewhat even in number.
Approximately 370 questionnaires were distributed among Kimberly-Clark
Loudon employees. The 370 subjects consisted of approximately 261 Machine Operators,
51 Maintenance personnel, and 58 Resource employees at Kimberly-Clark in Loudon,
Tennessee. Traditional learners were differentiated from CD-ROM-based learners based
on the amount of CD-ROM-based experience the person declared on their survey.
The surveys were handed out in person by the researcher or were delivered to the
employee's mail folder by the researcher with a letter of instruction on how to fill out the
survey, the level of anonymity, and where to return the survey (see Appendix A). This
procedure was necessary due to organizational requirements. The names of the
employees were marked off a mill roster by the researcher as the surveys were handed
out, either in person or by mail folder. This was to ensure that participants would only
complete the survey once.
Approximately 80% of the surveys were handed out in person by the researcher
during the team meetings for the Machine Operators and Maintenance employees. The
remaining 20% of the surveys were delivered to the mail folders' of the people the
researcher could not contact in person. Machine Operators, Resources, and Maintenance
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personnel that were unavailable for various reasons received the survey by mail.
Resource personnel do not conduct team meetings, therefore a majority of these
employees received a survey in their mailbox. After all the surveys were handed out, an
e-mail message was sent out thanking them for their participation and requesting those
who received one by mail to complete the survey by the prescribed deadline (see
Appendix A). Appendix B includes a letter from the mill manager giving the researcher
permission to conduct the research. Appendix C includes a human subjects Form A,
which allows the researcher to conduct research involving human subjects.
Independent Variables

The independent variables in this study were based on demographic information.
The demographic variables included were: (a) age, (b) gender, (c) years of full-time work
experience, (d) job title, (e) years of experiences as a supervisor, (f) CD-ROM course
experience, (g) online course experience, and (h) level of education.
Dependent Variables

The dependent variables in this study consisted of five sub-scales that either
inhibited or promoted the transfer of training as measured by the TPT. The five sub
scales included were: (a) self-efficacy, (b) supervisor support, (c) organizational support,
(d) peer support, and (e) motivation to transfer.
Instrumentation

The TPT developed by Dr. Gregory C. Petty and Dr. Mark Farris in 2001
(Appendix D) was used as the instrument to measure the employee's perception of
transfer of training. The survey is subdivided into two sections. The first part consisted of
42 performance statements based on five sub-scales that were used to determine the
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identified factors or barriers in the transfer process. The five sub-scales included were: (a)
supervisor support, (b) organizational support, (c) peer support, (d) self-efficacy, and (e)
motivation to transfer. The instrument was used in the form of a questionnaire with
Likert-type items ranging from one to five (1 = Never, 2 = Seldom, 3 = Sometimes, 4 =
Usually, and 5 = Always). The second part of the survey consisted of eight demographic

questions that were: (a) age, (b) gender, (c) years of full-time work experience, (d) job
title, (e) years of experience as a supervisor, (f) CD-ROM course experience, (g) online
course experience, and (h) level of education.
The researcher conducted a review of literature in order to find the most suitable
instrument for the purpose of this study. There were no matches found that could measure
the perceptions of training transfer regarding either traditional classroom or CD-ROM
based training. The search for training instruments did reveal the Trainer's Assessment
Proficiency TAP and the Wescshler Memory Scale III, however the Training
Performance Transfer TPT was a better fit for the purpose of this study.
Data Collection

The researcher distributed the surveys among Kimberly-Clark employees at their
morning and evening shift change meetings in order to include evety Machine Operator
and Maintenance employee. Because of the researchers working relationship with the
employees, it was thought that handing out the surveys in person would ensure a better
response rate. Candy was given out as an incentive to fill out the survey and increase the
response rate. Those who were out of work for various reasons received a survey in their
mail folder with a letter explaining how to fill out the survey, the level of anonymity, and
where to place the completed survey. Candy was also used as an incentive for those who
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did not complete a survey in person. After two weeks a thank you/follow-up e-mail was
sent out to the mill employees requesting a two week return date to those who had not
finished the survey at that time (see Appendix A). After the prescribed completion date
had passed the data was compiled into a Microsoft Excel spreadsheet. The survey was
distributed to all 370 employees. Of the 370 surveys, 278 responses were returned. The
response rate yielded a 75% return rate.
Data Analysis

The data gathered from the TPT were entered into a Microsoft Excel spreadsheet.
Then, SPSS 10. 1 for Windows was used to analyze the data. The TPT, along with
descriptive information was the only collection device utilized for this study. Descriptive
statistics including the mean, standard deviation, and frequencies were gathered for the
demographic data to help interpret employees' perceptions of the transfer of training
process. An uni-variate analysis of variance (UNIANOVA) test was used to analyze the
perceptual data from the TPT. The test divided the survey into five descriptors (self
efficacy, peer support, organizational support, supervisor support, and motivation) in
order to measure the employees' perceptions of the transfer of training process. Finally,
descriptive statistics and the Tukey Honestly Significant Difference (HSD) post hoc test
were used to analyze any differences that existed between the eight demographic
variables (age, gender, years of full-time work experience, job title, years of experience
as a supervisor, CD-ROM course experience, online_ course experience, and level of
education).
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Chapter N
Analysis of Data and Results
Introduction

Two objectives were set for the purpose of this study. The first objective was to
identify differences that might exist between traditional classroom learners and CD
ROM-based learners based on the five descriptive factors and their perceptions of transfer
of related training. The second objective was to determine any differences that might
exist between traditional classroom learners and CD-ROM-based learners based on the
eight demographic factors. The data gathered for this study were collected using the
Training Performance Transfer Instrument (TPT) (Petty & Farris 2001) by the researcher
at Kimberly-Clark paper mill in Loudon, Tennessee (see Appendix D). This chapter
displays the results of the data that were collected from the participants of this study.
Demographic Characteristics

The demographic information collected from this study was displayed as
frequencies in order to help describe the population. The demographic information
collected for this study included age, gender, years of full-time work experience, job title,
years of experience as a supervisor, CD-ROM course experience, online course
experience, and level of education.
The job title of the respondents is depicted in Figure 4. The majority of
respondents for the study were Machine Operators at 18 1 ( 65 . 1% ), which was
representative of the population at the Loudon Mill. Maintenance personnel and Resource
personnel comprised 41 (14.7%) and 56 (20. 1%) respectively.
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Figure 5 revealed that 1 3 7 (49.3%) had no CD-ROM course experience, while 80
(28.8%) had less than 20 hours, and 61 (2 1 .9%) had more than 20 hours of course
experience. Respondents who answered no experience were operationally defined as
traditional learners for the purpose of this study. Whereas, respondents who had less than
20 hours and more than 20 hours were defined as CD-ROM-based learners. The number
categorized as traditional classroom learners were 1 3 7 (49.3%), and 141 (50.7%) were
classified as CD-ROM-based learners. Figure 6 represents the classification of
respondents.
The number of years of full-time work experience at Kimberly-Clark is displayed
in Figure 7. There were 43 (1 7.3%) respondents that had less than one year of experience,
whereas 78 (28 . 1 %) had one to five years of experience, and 1 52 (54. 7%) had five or
more years of experience.
The demographic variable level of education is revealed in Figure 8. There was
only one respondent (0.4%) that had less than a high school diploma, 1 84 (66.2%)
attained a high school degree or GED, while 55 ( 1 9.8%) had two years of college or an
associate's degree, 27 (9.7%) had a bachelor's degree, and 1 1 (4.0%) had completed at
least some graduate work.
The next demographic variable represented online course experience and is shown
in Figure 9. The majority 209 (75 .2%) reported no online experience, while seven (2.5%)
were currently taking their first course, 4 1 ( 1 4.7%) had taken at least one online course,
and 2 1 (7.6%) have taken more than one online course.
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Figure l O represented the respondents' years of experience as a supervisor. As
reported, 1 49 (53.6%) of the respondents reported no experience, 42 (1 5. 1 %) had less
than two years of experience, while 69 (24.8%) respondents had between two and eight
years, and 1 8 (6.5%) had more than 8 years of supervisory experience.
Responses to gender revealed that there were 62 (22.3 %) female respondents and
2 1 6 (77.7%) male respondents for this demographic variable. The results for gender are
depicted in Figure 1 1 .
The age of the respondents was also examined. As shown in Figure 1 2, no
respondent was 1 9 years or under, 22 (7.9%) were 20 to 26 years of age, whereas 84
(30.2%) were between the ages of 27 and 35, 1 67 (60. 1 %) were between the ages of 36
and 55, and 5 ( 1 .8%) were over 55 years old.
Instrumentation

The TPT was used to collect the data for this study (see Appendix D). This
instrument consisted of five descriptive factors that were analyzed independently to
represent the sub-components of transfer of training. The following are the results of
mean scores and standard deviation scores for traditional classroom learners and CD
ROM-based learners by the five subcategories. These results are represented in Table 1 .
The following results are Cronbach's reliability coefficients for each of the five
subcategories. The data for Cronbach's coefficient alpha are summarized in Table 2.
Questions number 1 , 5, 6, 8, 1 1 , 12, 1 6, 22, 29, 3 1 , 35, and 37 belonged to the
organizational support subcategory. These questions had an alpha that equaled .7427.
Questions for the supervisor support subcategory were 4, 9, 1 5, 20, 24, 27, 32, 33, 40,
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Table 1 .
Mean scores and Standard Deviation scores for traditional classroom learners and CD
ROM-based learners
CD-ROM Learners and Classroom Learners
Mean

SD

Organizational Support

3.3948

.55049

Supervisor Support

3.4291

.77262

Peer Support

3 .5 063

.72892

Motivation

3.645 1

.49427

Self-Efficacy

3.8335

.60001

Note. SD = Standard Deviation

Table 2.
Cronbach 's Alpha for items in subcategories

Questions

Organizational
SUEEOrt
1 , 5 , 6, 8, 1 1 ,

Supervisor Peer Support Motivation
SelfEfficacl
SUEEOrt
10, 2 1 , 34, 2, 1 3, 1 9, 26, 3, 7, 14,
4, 9, 1 5,

12, 1 6, 22, 29,

20, 24, 27,

3 1 , 35, 37

32, 33, 40,

42

28, 30, 36,

1 7, 1 8,

38, 39

23, 25

.7146

.8590

41
Cronbach's
Alpha

.7427

.92 14

.8561
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and 4 1. The reliability coefficients for this subcategory had an alpha that equaled .921 4.
Next, the peer support subcategory contained questions 10, 2 1, 34, and 42. The reliability
coefficients for these questions had an alpha that equaled .8561. Questions number 2, 13,
19, 26, 28, 30, 36, 38, and 39 were in the subcategory motivation. The reliability
coefficient alpha for this subcategory was equal to .7146. Finally, the last subcategory
contained questions pertaining to self-efficacy. These questions included 3, 7, 14, 17, 18,
23, and 25. This subcategory had a Cronbach's alpha that equaled .8590.
Findings for Ho 1

Ho 1 : There is no significant difference in the perceptions of transfer of related
training between CD-ROM-based learners, and traditional classroom learners based on
perceptions of supervisor support, peer support, self-efficacy, organizational support, and
motivation among Kimberly-Clark employees as measured by the TPT.
To accept or reject the null hypothesis a uni-variate analysis of variance
(UNIANOVA) established there was no significant differences between CD-ROM-based
learners and traditional classroom learners based on the five subcategories of
organizational support, peer support, motivation, supervisor support, and self-efficacy. A
significance level less than .05 was needed to be considered as a significant difference in
the data. Organizational support yielded an F value of . 152 and a significance level of
.859. With regard to supervisor support UNIANOVA produced an F value of 1.035 and a
significance level of .357. Next, peer support revealed an F value of .096 and a
significance level of .908. The respondents' motivation showed an F value of 2.396,
while the significance was at .093. Finally, self-efficacy was determined to be at 2.071
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for the F value and . 1 28 for the level of significance. Therefore, no significant differences
existed between the CD-ROM-based learners and the traditional classroom learners based
on the five subcategories of the TPT. Subsequently, the null hypothesis Ho 1 was
accepted. These findings are summarized in Table 3.
Findings for Ho2

Ho2: There is no significant difference in perceptions of transfer related training
for CD-ROM-based learners and traditional classroom learners among Kimberly-Clark
employees as measured by the TPT based on gender, years of experience as a supervisor,
educational level, age, job title, CD-ROM-based course experience, online course
experience, and years of full-time work experience.
UNIANOVA was again used to identify any differences between CD-ROM-based
learners and traditional classroom learners based on the eight demographic variables used
in this study. The researcher attempted to break the demographic variables down into the
five subcategories to test for significance. A demographic variable with a prescribed
significance level of .05 or less would be considered a significant difference. The
demographic variable ofjob title reported the first significant difference based on
organizational support with an F value of 5.528 and a significance level of .004. Years of
full-time work experience yielded a significance level less than .0001 and an F value of
10.900. These findings are summarized in Table 3. Because UNIANOVA did report
significant differences for some of the demographic variables when compared to
organizational support, the Tulcey Honestly Significant Difference (HSD) post hoc test
was administered to further explore these differences by multiple comparisons between
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Table 3.

Findings for item subcategories

Job
Title

OS

ss
PS

Mot

SE

CD- Yrs.
ROM Wrk.
Exp. Exp.

L ofE

OL
Class
Exp.

Yrs.
Exp.
Sup.

Gndr.

Age

.0859

.000*

.056

.217

.575

.66 1

.493

. 152

10.900

2.340

1.494

.664

. 193

.803

.357

.000*

.798

.354

.76 1

.442

5.248

1.035

12.782

3.235

.338

1.090

.093

.900

Sig

.676

.908

.004*

.332

.602

.371

.306

.069

F value

.392

.096

1.154

.620

1.051

1.053

2.392

Sig

.000*

.093

.000*

.139

.331

14.168

2.396

13.170

1.754

1.145

2.708

.757

.026*

.128

.025*

.399

.067

.234

.988

2.412

1.420

Sig
F value
Sig
F value

F value
Sig
F value

.004*
5.528
.006*

3.718

5.563

2.071 3.736

.013*

.047*
2.446

.046*

.385

.026*
3.152
.004*
4.546

Note. CD-ROM Exp. = CD-ROM course experience, Yrs. Wrk. Exp. = Years of full-time

work experience, L of E= Level of Education, OL Class Exp. = Online course
experience, Yrs. Exp. Sup. = Years of experience as a supervisor, Gndr. = Gender, OS =
Organizational support, SS = Supervisor support, PS = Peer support, Mot = Motivation,
SE = Self-efficacy, and Sig = Significance.
* Denotes a significant difference base on a prescribed level of less than .05 significance.
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items. A difference was considered significant based on a level less than .05 . First, the
Tukey HSD examined the subcategory of organizational support based on the
demographic variable ofjob title for significant differences, and upon conclusion no
differences existed between the Machine operators, Maintenance personnel, or
Resources. Then, the same post hoc test was used for years of full-time work experience.
Respondents with less than one year of experience were found to be significantly
different in their perceptions of organizational support as compared to those with one to
five years at .0 1 5 and those with more than five years with less than .000 1 significance
level. Those with one to five years of experience were found to be significantly different
when compared to those with less than one year at . 01 5 and those with more than five
years at .030. Finally, those with more than five years of experience yielded a significant
difference when compared to those with less than one year of experience with less than
.000 1 significance and those with one to five years at .030 significance level. These
findings are summarized in Table 4. The remaining demographic variables reported no
significant differences for the subcategory of organizational support.
The UNIANOVA was used to test for significant differences between supervisor
support and the prescribed demographic variables. The UNIANOVA found significant
differences based on the demographic variables of job title at .006 significance and an F
value of 5.248, years of full-time work experience at less than .0001 significance and an
F value of 12.782, and level of education at .01 3 level of significance and an F value of
3.235. Table 3 summarizes these findings. Again, the Tukey HSD was used to measure
differences for the subcategory of supervisor support based on the independent variable
ofjob title, however no significant differences were found. With regard to years of full-
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Table 4.

Organizational support based on years offull-time work experience.

Years of Experience
< 1 year

1 to 5 years

> 5 years

Comparison Group

Significance Level

1 to 5 years

.015*

> 5 years

.000*

< 1 year

.015*

> 5 years

.030*

< 1 year

.000*

1 to 5 years

.030*

* Denotes a significant difference based on a level of less than .05.
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time experience, significant differences were found between those with less than one year
of experience, one to five years of experience, and more than five years of experience.
Respondents with one to five years of experience were significantly different from those
with more than five years of experience at .004 significance level. Finally, those with
more than five years of experience were significantly different in their perceptions of
supervisor support than respondents with less than one year at less than .0001
significance and one to five years of experience at .004 significance level. A summation
of these findings can be found in Table 5. No significant differences existed for the
remaining demographic variables based on supervisor support.
Next, the UNIANOVA tested for differences in peer support based on the
demographic variables. This test found a significant difference for years of full-time
experience at .004 significance level and an F value of 5.563. A summary of this finding
can be found in Table 3. The Tukey HSD was utilized to explore any further differences
that may have existed for years of full-time experience based on the subcategory of peer
support. With respect to years of full-time experience, respondents with more than five
years of experience reported significantly different perceptions of peer support compared
to those with less than one year of experience at less than .0001 significance and those
with one to five years of experience at .042 level of significance. These findings can be
found in Table 6. No other significant differences were found between the demographic
variables and peer support.
The subcategory of motivation was then explored for significant differences based
on the eight demographic variables as measured by the UNIANOVA. The UNIANOVA
reported significant differences for job title at less than .0001 significance and an F value
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Table 5.

Supe-rvisor support based on years offull-time work experience.

Years of Experience
< 1 year

1 to 5 years

> 5 years

Comparison Group

Significance Level

1 to 5 years

.071

> 5 years

.000*

< 1 year

.071

> 5 years

.004*

< 1 year

.000*

1 to 5 years

.004*

* Denotes a significant difference based on a level of less than .05.
Table 6.

Peer support based on years offull-time work experience.

Years of Experience
< 1 year

1 to 5 years

> 5 years

Comparison Group

Significance Level

1 to 5 years

.2 15

> 5 years

.000*

< 1 year

.215

> 5 years

.042*

< 1 year

.000*

1 to 5 years

.042*

* Denotes a significant difference based on a level of less than .05.
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of 1 4. 168, years of full-time work experience at less than .000 1 significance and an F
value of 1 3 . 1 70, years of supervisor experience at .046 significance and an F value of
2.708, and age at .026 significance level with an F value of 3 . 1 52. See Table 3 for these
findings. The Tukey HSD was then used to analyze the differences found from the
UNIANOVA. With regard to job title, Machine Operators reported significantly different
perceptions than Resources at .03 1 significance level. However, Resources were
significantly different than Machine Operators at less than .0001 significance and
Maintenance personnel at .03 1 level of significance. These findings are summarized in
Table 7. The Tukey HSD then compared years of full-time work experience to motivation
looking for significant differences. Tukey HSD found that respondents with more than
five years of experience were significantly different in their perceptions of motivation
from those with less than one year of experience at less than .0001 and those with one to
five years of experience at .008 significance level. These findings are reported in Table 8.
Years of experience as a supervisor showed a significant difference using the
UNIANOVA, however the post hoc test revealed no significant differences. Finally, age
yielded significant differences in the respondents' perceptions of motivation based on the
.05 level of significance. Respondents between the ages of 20-26 were significantly
different than those ages 27-35 at .007 and those 36-55 at .006 level of significance.
Those ages 27-35 were significantly different than those ages 20-26 at .007. Respondents
age 36-55 were significantly different in their perceptions of motivation than respondents
ages 20-26 at a significance level of .006. Table 9 summarizes these research findings.
No significant differences were obtained for the remaining demographic variables when
compared to motivation.
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Table 7.
Motivation based on job title.
Job Title
Machine Operator

Maintenance

Resource

Comparison Group

Significance Level

Maintenance

.067

Resource

.000*

Machine Operator

.067

Resource

.03 1 *

Machine Operator

.000*

Maintenance

.031 *

* Denotes a significant difference based on a level of less than .05.
Table 8.
Motivation based on years offull-time work experience.
Years of Experience
< 1 year

1 to 5 years

> 5 years

Comparison Group

Significance Level

1 to 5 years

.068

> 5 years

.000*

< 1 year

.068

> 5 years

.008*

< 1 year

.000*

1 to 5 years

.008*

* Denotes a significant difference based on a level of less than .05.
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Table 9.
Motivation based on age.
Years of Age

20 to 26

Comparison Group
27 to 35

.007*

36 to 55

.006*

Over 55

27 to 35

36 to 55

Over 55

Significance Level

1 .000

20 to 26

.007*

36 to 55

.996

Over 55

.309

20 to 26

.006*

27 to 35

.996

Over 55

.33 1

20 to 26

1 .000

27 to 35

.309

36 to 55

.33 1

* Denotes a significant difference based on a level of less than .05.
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The demographic variables were then testing using the UNIANOVA to determine
differences in the respondents' perceptions of self-efficacy. The test found differences in
job title at .026 significance level and an F value of 3.718, years of full-time work
experience at .025 significance level and an F value of 3.736, level of education at .047
significance level and an F value of 2.446, and age at .004 significance and an F value of
4.546. These findings are summarized in Table 3. The Tukey HSD was then used to test
for further significant differences. With regard to job title, there were significant
differences reported in the respondents' perceptions of self-efficacy. Machine Operators
were significantly different than Resources at .006 significance level. These findings are
reported in Table 1 0. Next, years of full-time work experience reported significant
differences in the respondents' perceptions of self-efficacy. Respondents with less than
one year of experience were significantly different than respondents with more than five
years of experience at .021 significance level based on their perceptions of self-efficacy.
Those with more than five years of experience were significantly different than those
with less than one year of experience at .021 significance level. These findings can be
found in Table I I .Years of experience as a supervisor showed a significant difference
using the UNIANOVA, however the Tukey HSD revealed no further differences. The
final demographic variable compared to self-efficacy was age. Respondents ages 20-26
were significantly different in their perceptions of self-efficacy as compared to those ages
27-37 at .028 and those 36-55 at .012 significance level. Those ages 37-55 were
significantly different than those ages 20-26 at .028 significance level. Respondents age
36-55 reported significant differences in perception than those ages 20-26 at .01 2 level of
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Table 1 0.
Self-efficacy based on job title.
Job Title
Machine Operator

Maintenance

Resource

Comparison Group

Significance Level

Maintenance

.546

Resource

.006*

Machine Operator

.546

Resource

.336

Machine Operator

.006*

Maintenance

.336

* Denotes a significant difference based on a level of less than .05 .

.

Table 1 1 .
Self-efficacy based on years offull-time work experience.
Years of Experience
< 1 year

1 to 5 years

> 5 years

Comparison Group

Significance Level

1 to 5 years

.420

> 5 years

.02 1 *

< 1 year

.420

> 5 years

.278

< 1 year

.02 1 *

1 to 5 years

.278

· * Denotes a significant difference based on a level of less than .05 .
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significance. The findings obtained for self-efficacy can be found in Table 1 2 . No other
significant differences were found for self-efficacy based the demographic variables.
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Table 1 2.

Self-efficacy based on age.

Years of Age

20 to 26

27 to 35

36 to 55

Over 55

Comparison Group

Significance Level

27 to 35

.028*

36 to 55

.01 2*

Over 55

.995

20 to 26

.028*

36 to 55

.995

Over 55

.3 1 6

20 to 26

.012*

27 to 35

.995

Over 55

.269

20 to 26

.995

27 to 35

.3 1 6

36 to 55

.296

* Denotes a significant difference based on a level of less than .05 .
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Chapter V
Summary, Findings, Conclusions, and Recommendations
Introduction

This chapter provides a synopsis regarding the researchers findings pertaining to
the data results from Chapter four. The objectives of this study were to determine
differences between CD-ROM-based learners and traditional classroom learners
surrounding their perceptions of transfer of related training based on the five
subcategories. Also, perceptions of transfer of related training based on the eight
demographic variables from the Training Performance Transfer Instrument {TPT) were
examined (see Appendix D). This chapter contains a brief summary of the study, the
major findings, conclusions, and the researcher's recommendations based on the data
collected in this study.
Summary
This study focused on comparing the differences in perceptions between CD
ROM-based learners and traditional classroom learners. The perceptions of respondents
were compared by the five subcategories (supervisor support, peer support,
organizational support, self-efficacy, and motivation). Perceptions were also examined by
eight different demographic variables (full-time work experience, age, gender, job title,
years of experience as a supervisor, online course experience, and CD-ROM course
experience).
The review of related literature revealed copious amounts of information
regarding the advantages and disadvantages of CBI training programs. However, there
was a significant amount of information concerning CD-ROM-based training that
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revealed the advantages and disadvantages, and compared CD-ROM-based training to
traditional classroom training. Recent research has focused on web-based training, which
is quickly becoming the most dominant means of CBI. There also was research that
suggested a hybrid mixture of CD-ROM-based training was optimal for creating a
complete training package. The review of literature did not reveal a substantial amount of
information surrounding perceptions of transfer of related training based on CD-ROM
methods of instruction.
Two null hypotheses were developed for the purpose of this study. The first
hypothesis stated there is no significant difference in the perceptions of transfer of related
training between CD-ROM-based learners, and traditional classroom learners based on
perceptions of supervisor support, peer support, self-efficacy, organizational support, and
motivation among Kimberly-Clark employees as measured by the TPT. The second
hypothesis stated there is no significant difference in perceptions of transfer related
training for CD-ROM-based learners and traditional classroom learners as measured by
the TPT based on gender, years of experience as a supervisor, educational level, age, job
title, online course experience, and years of full-time work experience.
The participants of this study were full-time Kimberly-Clark employees at the
Loudon, Tennessee paper manufacturing facility. The entire population of employees
received a TPT survey. The population was comprised of personnel from the departments
of: (a) Machine Operators, (b) Maintenance, and (c) Resources. The TPT was modified
for the purpose of this study to help identify the population based on the eight
demographic descriptors (full-time work experience, age, gender, job title, years of
experience as a supervisor, online course experience, and CD-ROM course experience).

72
The TPT survey consisted of 42 performance statements with eight demographic
questions. The 42 performance questions comprised five separate subcategories: (a}
organizational support, (b) peer support, (c) supervisor support, (d} self-efficacy, and (e)
motivation.
The population consisted of 370 full-time workers at Kimberly-Clark.
Organizational constraints forced the researcher to collect his data two different ways.
The surveys for Machine Operators and Maintenance personnel were mainly collected in
person by the researcher because of their availability in their morning and evening shift
change meetings. Those who were not present from the Maintenance and Machine
Operator departments, along with some of the Resources received a survey via mail
folder. A follow-up e-mail was sent out to thank the participants who completed a survey
and also to reiterate the importance of completion by the two-week deadline for those
who had not completed a survey. Of the 370 possible respondents, 278 completed a
survey yielding a 75% response rate. The high response rate can be attributed to the
researcher's working relationship with the respondents, the incentive, and collecting the
surveys in person.
Chapter four reported the analysis of respondents' data using an uni-variate
analysis of variance (UNIANOVA). The purpose of this study was used to determine any
subsequent differences that may have existed between CD-ROM-based learners and
traditional classroom learners based on the their perceptions of transfer of related
training. The UNIANOVA was used to determine if any significant differences existed
between CD-ROM-based learners and traditional classroom learners with regards to the
demographic data that were collected. Subsequently, some significant differences were
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ascertained, therefore these differences were explored further with the Tukey Honestly
Significant Difference (HSD) post hoc test. Frequencies were reported along with
percentages to better understand the demographic data. Cronbach' s Alpha was used to
break down the five subcategories of the TPT to better understand the reliability of each
of the five subcomponents.
Major Findings
The major findings from the demographic variables and findings from the two
hypotheses are reported in this section.
The major findings of the demographic information collected from the respondents
concluded:
1 . This study compared demographic variables represented by the respondent's job title.
There were three job titles included in this study: Machine Operators, Maintenance
personnel, and Resource personnel. The largest numbers of respondents were
Machine Operators 1 8 1 (65 . 1 %). Next, the second largest group was Resource
personnel with 56 (20. 1 %). Finally, there were 41 ( 1 4.7%) Maintenance personnel
that responded.
2. The majority of the respondents 1 52 (54.7%) had five or more years of full-time
experience, whereas 78 (28. 1 %) had one to five years, and 43 ( 1 7.3%) has less than
one year of experience.
3 . The sample was mostly comprised o f males 2 1 6 (77.7%).
4. The majority ofrespondents were between the ages of 36 and 55, 1 67 (60. 1 %), while
84 (30.2%) of the respondents were in the 27 to 3 5 age range.
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5. Years of supervisor experience revealed that most of the respondents had no

experience 149 (53.6%). However, 69 (24.8%) had between two and eight years of
supervisory experience.
6. The majority of respondents 239 (86%) had a high school diploma, GED, two years
of college, or an associate's degree. There were 38 (1 3.7%) respondents that had one
college degree or some graduate work completed.
7. Most of the respondents had no online course experience 209 (75.2%).
8. The majority of respondents 1 37 (49.3%) had no CD-ROM course experience, while
80 (28.8%) had less than 20 hours of CD-ROM course experience, and 6 1 (2 1 .9%)
had more than 20 hours of experience.
9. The respondents of this study were operationally defined as traditional classroom
learners 1 37 (49.3%), and 1 4 1 (50.7%) were classified as CD-ROM-based learners.
Traditional classroom learners had no CD-ROM course experience, whereas CD
ROM-based learners had less than 20 hours and more than 20 hours of experience.
Findings from Null Ho1

Null hypothesis one was analyzed using the UNIANOVA. This analysis indicated
there were no significant differences in the perceptions of transfer of related training for
CD-ROM-based learners and traditional classroom learners.
Findings for Null Ho2

Null hypothesis two was analyzed using the UNIANOVA and the Tulcey HSD.
The analysis indicated that there were several significant differences in the perceptions of
transfer of related training between CD-ROM-based learners and traditional classroom
learners based on the demographic factors (years of experience as a supervisor, age,
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gender, years offull-time work experience, job title, online course experience, and level
of education). Respondents with less than one year of experience perceived more
organizational support, peer support, and supervisory support than those with more than
five years of experience. Those with less than one year were also more motivated to
transfer their training to the job site. Those with more than five years were the least
motivated. Resources reported the highest motivation to transfer their related training
back to the job, while Machine Operators were the least motivated to transfer training.
With respect to age, respondents age 20-26 were the most motivated to transfer the
training they received. As for self-efficacy, respondents age 20-26, those with less than
one year ofexperience, and Resources had the highest levels, while Machine Operators,
those with more than five years ofexperience, and those age 36-55 had the lowest.
Conclusions

The conclusions reached from this study were:
1 . Kimberly-Clark employees in Loudon, Tennessee perceived no significant
differences between traditional classroom training courses and CD-ROM-based
training courses.
2. The data for this study revealed significant differences in employee's perceptions of
transfer ofrelated training based on the demographic variables from the Kimberly
Clark Loudon manufacturing facility.
3. These data might serve as a baseline for future research in the area oftransfer of
related training pertaining to CD-ROM-based instruction and transfer oftraining
studies. More research needs to be conducted to explore the CD-ROM-based
instruction and other technological training programs.
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Recommendations
The researcher makes the following recommendations based on the findings and
conclusions generated in this study:
1. As the training trend surges toward technology-driven forms, it will become
important to measure the perceptions participants have regarding the transferability
of related training for CD-ROM-based instruction. Most of the research review
pertained to advantages and disadvantages of CD-ROM-based training. Research
concerning CD-ROM-based training and its transferability to the job site should be
conducted both qualitatively and quantitatively to further explore this trend.
2. The most recent training trend is moving more toward web-based instruction than
CD-ROM-based instruction. However, some research suggested combining the two
would create a more equitable approach to training. A hybrid mixture should be
researched for any differences in perceptions of transfer of related training.
3. The TPT is a relatively new instrument and needs to be utilized in more research
studies using different types of populations. More use of the TPT would help validate
the reliability of the findings and conclusions that are drawn from the instrument.
4. More research needs to be conducted using larger populations from other
manufacturing facilities around the country. Other types of work that use traditional
classroom training and CD-ROM-based training should be researched.
5. More demographic variables should be explored besides the eight that were
developed for this study (age, gender, job title, years of full-time work experience,
CD-ROM-based course experience, online course experience, years of experience as
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a supervisor, and level of education). Other demographic variables may be the cause
of differences in the perceptions of transfer of related training.
6. Further research should be conducted using the five subcategories used in this study
(motivation, organizational support, peer support, self-efficacy, and supervisor
support). Other factors may facilitate or inhibit the transfer of training process.
Implications
1. Employees at Kimberly-Clark Loudon Mill employees did not reveal any differences
in their perceptions of transfer of related training between traditional classroom
instruction and CD-ROM-based instruction, therefore manufacturing facilities should
consider implementing more CBI programs in order to utilize the benefits this
relatively new type of training presents to these organizations. The benefits would
promote transfer of learning, while keeping training costs lower. This would also free
up time that trainers normally would spend in the classroom, so they could
concentrate on other aspects of their jobs.
2. This study may imply that CD-ROM-based training is a viable and effective training
application for other manufacturing settings.
3. HRD departments at manufacturing facilities may want to consider replacing their
traditional classroom curriculum with CD-ROM-based curriculum.
4. HRD departments working at manufacturing facilities may need to tailor their
training programs more closely to the demographic differences in their workforce.
Based on this study, aging workers with higher levels of experience in the Machine
trades need more support from their organization, supervisors, and peers. Issues of
motivation and self-efficacy should be researched based on the findings of this study.
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5. HRD departments at manufacturing facilities many need to focus their attention on
the training needs of their existing personnel, not only the new hires that come to
work. The existing workers need to upgrade their skills otherwise they become
stagnant.
6. The results of this study only represent the perceptions of one manufacturing facility
that currently uses CD-ROM-based instruction for their yearly Occupational Safety
and Health Administration (OSHA) job safety training. More research should be
conducted at other manufacturing facilities that utilize more than one CD-ROM
based instruction training program.
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Dear Kimberly-Clark employee,
I am a master's candidate in the University of Tennessee Human Resource
Development program. I am doing research on training performance transfer and would
really appreciate your help by filling out a survey to determine your perceptions of the
transfer of training from the instruction you have received to applications on your job.
Bill Rowe has granted me permission to conduct my research at work.
Attached you will find a copy of the survey. Your responses will be kept strictly
anonymous according to all applicable confidentiality guidelines. Please take a few short
minutes to complete the survey. Your response to this survey will be greatly appreciated.
Please complete the survey and place in the HR mailbox within two weeks
of receiving this request.
Thank you!
Sincerely,

Jeff Zulauf
Master of Science Candidate
University of Tennessee, Knoxville
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Dear KC employees,
I wanted to take the opportunity to thank everyone that participated in my research study
for the University of Tennessee, Knoxville regarding training performance transfer. I
have already received approximately 270 out of 370 surveys. If anyone still has one and
would like to tum it in, I would really appreciate you doing so by Monday, December
3rd. You can put it in the HR mailbox. Again, thanks for all of your generosity. I will
share the research findings when I complete the statistical analysis in the next month or
so. Thanks again!

Sincerely,

Jeff Zulauf
Master of Science Candidate
University of Tennessee, Knoxville

94

Appendix B
Letter of Permission

95

Dear Mr. Bill Rowe:
My major professors wish for me to obtain written permission from you to use the
Training Performance Transfer Instrument (TPT). Therefore, I am requesting that you
read and sign this letter that I have enclosed.
Thank you,
Jeffrey K. Zulauf
jzulauf@utk.edu
(865) 670-0693
1 708 Claire Stevens Circle
Knoxville, TN 3793 1

I, Bill Rowe, give Jeffrey K. Zulauf permission to use the TPT instrument for the
purpose of his Master of Science thesis study. I understand that he may modify
the form for the purposes of his study but that any changes or results will be
discussed in full in his thesis.

Bill Rowe - Mill Manager
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FORM A
IRB #____
Certification for Exemption from IRB Review for Research Involving Human Subjects
A PRINCIPAL INVESTIGATOR(s) and/or CO-Pl(s): (For student projects, list both the student and the advisor.)
Jeffrey K. Zulauf and Dr. Gregory C. Petty

B. DEPARTMENT: Human Resource Development

C. COMPLETE MAILING ADDRESS AND PHONE NUMBER OF Pl(s) and CO-Pl(s):
Jeffrey K. Zufauf
1708 Claire Stevens Circle, Knoxville, TN , 37931
(865) 670-0693
Dr. Gregory C. Petty
310 Jessie Harris Building, Knoxville, TN, 37996-1 900
(865) 974-4663
D. TITLE OF PROJECT: Training Performance Transfer Between CD-ROM-Based Instruction and Traditional Classroom
Instruction
E. EXTERNAL FUNDING AGENCY AN D ID NUMBER (if applicable):
F. GRANT SUBM ISSION DEADLINE (if applicable):
G. STARTING DATE : (NO RESEARCH MAY BE IN ITIATED UNTIL CERTIF ICATION IS GRANTED.)
November, 2nd, 2001
H. ESTIMATED COMPLETION DATE (lndude all aspects of research and final write-up.): January, 31 st , 2002
I. RESEARCH PROJECT:
1.

Objective(s) of Project (Use additional page, if needed.):
Compare differences in perceptions of supervisor support, peer support, organizational support, self-efficacy, and
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Appendix D
Training Performance Transfer
Instrument
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Training Performance Transfer

© 2001 by G. C. Petty and M. Farris

The purpose of this inventory is to obtain information about your perceptions of the transfer of
training process. Your responses will be kept strictly confidential and your name is not required on this form.
It is importantfor you to answer each item as truthfully as possible.

For each training performance statement listed on the following pages, circle the number
that most closely reflects your opinion. There are five possible choices for each item:
Never
Seldom
Sometimes
Usually Always
1
2
3
4
S
There is no right or wrong answer or time limit. However, please work as quickly as
ossible and res ond to eve item on the list.
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After I receive training:

Performance Statement:

Never Always
I 2 3 4 5

1 . My organization considers the application of skills I have learned
high priority .. ... ........................................... ............ ..................... ................ 1 2 3 4 5
2.

I am motivated to use the information I have learned . ................................. 1 2 3 4 5

3.

I have knowledge about methods for using what I have learned ................. 1 2 3 4 5

4.

I get on the job reinforcement from my supervisor ........ .............................. I 2 3 4 5

5.

Existing work demands are consistent with training I have received .......... . 1 2 3 4 5

6.

I am quickly able to apply new training on the job . ............................... ...... 1 2 3 4 5

7.

I have confidence when attempting to apply related theory to my job ........ 1 2 3 4 5

8.

What I have learned in training is relevant to the tasks I perform................ 1 2 3 4 5

9.

What I learned in the classroom is supported by my supervisor .................. 1 2 3 4 5

1 0. My co-worker's consistently support my use of training on the job ............ 1 2 3 4 5
1 1 . I experience pressure to do more on my job ..................... .......................... . 1 2 3 4 5
1 2. I am encouraged to use new ways of doing my job ..................................... 1 2 3 4 5
13. I previously learned the information taught in my training ......................... 1 2 3 4 5
14. I can easily concentrate when learning related theory ................................ 1 2 3 4 5
15. My supervisor assists me in using what I have learned . ....... .................... ... 1 2 3 4 5
16. I understand what is expected of me ...... ............ ............... ........................... 1 2 3 4 5
17. I deal well with unplanned work crises ............ ................... .............. ........... 1 2 3 4 5
18. I am aware of my strengths and weaknesses on the job ............................... I 2 3 4 5
19. A challenging job assignment is important to me .......... ............ .......... ........ 1 2 3 4 5
20. I have the opportunity to use what I learned in the classroom ..................... 1 2 3 4 5
2 1 . I am supported by coworkers when using newly learned skills ................... 1 2 3 4 5
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After I receive training:

Performance Statement

Never Always
1 2 3 4 5

22. I am given the time to apply the instruction ............................. ................... I 2 3 4 5
23. I have confidence to use what I learned ............ ......................................... I 2 3 4 5
24. My supervisor and I agree on how I should use what I have learned .......... 1 2 3 4 5
25. I have the ability to learn or master the related training .............................. 1 2 3 4 5
26. I see obvious applications of my classroom instruction .............................. 1 2 3 4 5
27. My supervisor supports company changes .................................................. I 2 3 4 5
28. I prefer habits or old ways of doing things .................................................. 1 2 3 4 5
29. There is a conflict between the classroom theory and practice on my job .. 1 2 3 4 5
30. I accept change in my job ............................................................................ 1 2 3 4 5
3 1 . I am furnished equipment to apply the training to my job .......................... 1 2 3 4 5
32. I have the authority to apply related instruction .......................................... 1 2 3 4 5
33. I have supervisory support to use what I learned in the classroom ............. 1 2 3 4 5
34. My co-workers support company changes ...................................... ............ 1 2 3 4 5
35. My company has supportive policies and procedures ................................. 1 2 3 4 5
36. I have motivation to use the information I have learned in the classroom .. 1 2 3 4 5
3 7. Little feedback is given to me on the results of my instruction .......... ......... 1 2 3 4 5
38. I am distracted by my personal problems .................................................... 1 2 3 4 5
39. I think the classroom instruction is relevant to my job ................................ 1 2 3 4 5
40. My supervisor supports training so we can do new types of work .............. 1 2 3 4 5
4 1 . There is consistency with my supervisor's view of my work ...................... 1 2 3 4 5
42. I receive support from coworkers when using new information ................. 1 2 3 4 5
(Please continue to the next page)
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Background Information
Directions: Please check the appropriate responsefor each item. Completion ofthis
inventory acknowledges your understanding that these data will be usedfor research
u oses on/ and will be ke t com /etel con dential.

( 1 )Job Ti tie:
__ Machine Operator

(5)0nline course experience:
__none

Maintenance

__currently taking first online course

Resource

__have taken at least I on line course
__have taken more than 1 online course

(2)CD-ROM course experience:
none
less than 20 hours
__more than 20 hours

(6)Years of experience as a supervisor?
none
__ less than 2 years
__ 2 - 8 years
__ more than 8 years

(3)Years of full-time work experience at KC:

(?)Gender:

__ less than 1 yr.

female

_ l - 5 yr.

male

__ more than 5 yr.
(4)Level of education:

(8)Age:

__ less than high school diploma

19 or under

__ high school degree or GED

20 - 26

__ 2 years of college or Associate's degree

27-35

__ a Bachelor's Degree

36-55

some Graduate work

over 55
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Appendix E
Transfer of Training Factors
Categorized
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Organizational Environment
1 . My organization considers the application of skills I have learned high priority
5. Existing work demands are consistent with training I received
6. I am quickly able to apply new training on the job
8. What I have learned in training is relevant to the tasks I perform
1 1 . I experience pressure to do more on my job
1 2. I am encouraged to use new ways of doing my job
1 6. I understand what is expected of me
22. I am given the time to apply the instruction
29. There is conflict between the classroom theory and practice on my job
3 1 . I am furnished equipment to apply the training to my job
35. My company has supportive policies and procedures
37. Little feedback is given to me on the results of my instruction
Supervisory Support
4. I get on the job reinforcement from my supervisor
9. What I learned in the classroom is supported by my supervisor
1 5. My supervisor assists me in using what I have learned
20. I have the opportunity to use what I learned in the classroom
24. My supervisor and I agree on how I should use what I have learned
27. My supervisor supports company change
32. I have authority to apply related instruction
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33. I have supervisory support to use what I learned in the classroom
40. My supervisor supports training so we can do new types of training
4 1 . There is consistency with my supervisor's view of my work
Peer Support
1 0. My co-worker's consistently support my use of training on the job
21 . I am supported by co-workers when using newly learned skills
34. My co-workers support company change
42. I have support from co-workers when using new information
Motivation
2. I am motivated to use the information I have learned
1 3. I previously learned the information taught in my training
1 9. A challenging job assignment is important to me
26. I see obvious applications of my classroom instruction
28. I prefer habits or old ways of doing things
30. I accept change in my job
36. I have motivation to the use information I have learned in the classroom
38. I am distracted by my personal problems
39. I think the classroom instruction is relevant to my job
Self-Efficacy
3. I have knowledge about methods for using what I have learned
7. I have confidence when attempting to apply related theory on my job
14. I can easily concentrate when learning related theory
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1 7. I deal well with unplanned work crises
1 8. I am aware of my strengths and weaknesses on my job
23. I have confidence to use what I have learned
25. I have the ability to learn or master the related training
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Appendix F
Tran sfer of Training
Inventory Factors
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Transfer of Training Inventory Factors

Source

1 . My organization considers the application
of skills I have learned high priority

Foxon, 1 994;
Foxon, 1 995

2. I am motivated to use the information
I have learned

Foxon, 1995;
Huczynski & Lewis, 1 980;
Noe, 1 986; Wexley &
Latham, 1 991

3. I have knowledge about methods for
using what I have learned

Bandura, 1 986; Noe, 1986

4. I get on the job reinforcement from
my supervtsor

Huczynski & Lewis, 1 980

5 . Existing work demands are consistent
with training I have received

Blair, 1 996; Foxon, 1 994;
Walton, 1 989

6. I am quickly able to apply new training
on the job

Huczynski & Lewis, 1 980

7. I have confidence when attempting to
apply related theory to my job

Foxon, 1995 ; Noe, 1 986;
Wexley & Latham, 1 99 1

8. What I learned in training is relevant to
the tasks I perform

Terborg, 1 98 1 ;
Quinones, Ford, Sego, &
Smith 1 993

9. What I learned in the classroom is
supported by my supervisor

Curry, Caplan,
Knuppel, 1 994;
Facteau, Dobbins, Russell,
Ladd, Kudish, 1995;
Gregoire, Propp, Poertner,
1 998

1 0. My co-workers consistently support
my use of training on the job

Blair, 1 996; Foxon, 1 994;
Walton, 1 989

1 1 . I experience pressure to do more
on my job

Baldwin & Ford, 1988;
Noe, 1 986

1 2. I am encouraged to use new ways of

Baldwin & Ford, 1 988;
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of doing my job

Noe, 1 986

1 3 . I previously learned the information
taught in my training.

Hicks, & Hennessey, 1 997
Duckett, 1 993

1 4. I can easily concentrate when
learning related theory

Poxon, 1 995 ; Noe, 1 986;
Wexley & Latham, 1 991

1 5 . My supervisor assists me in
using what I have learned

Huczynski & Lewis, 1 980;
Wexley & Latham, 1 991

1 6. I understand what is expected of me

Huczynski & Lewis, 1980;
Richey, 1992; Rouiller, 1 989

1 7. I deal well with unplanned work crises

Huczynski & Lewis, 1 980

1 8. I am aware of my strengths and
weaknesses on the job

Poxon, 1 995; Noe, 1 986;
Wexley & Latham, 1991

1 9. A challenging job assignment is important
to me

Baldwin, Magjuka,
Lober, 1 991 ; Poxon, 1995 ;
Noe, 1 986; Wexley &
Latham, 1 99 1

20. I have the opportunity to use what
what I learned in the classroom

Ford, et al., 1992; Blair, 1 996

2 1 . I am supported by coworkers when
using newly learned skills

Baldwin & Ford, 1 988;
Noe, 1 986

22. I am given the time to apply the instruction

Huczynski & Lewis, 1 980;
Wexley & Latham, 1991

23 . I have confidence to use what I learned

Bandura, 1 986; Noe, 1 986

24. My supervisor and I agree on how
I should use what I have learned

Huczynski & Lewis, 1 980;

25. I have the ability to learn or master
the related training

Gregoire, et al., 1 998;
Maier, 1 973

26. I see obvious applications of my
classroom instruction

Terborg, 198 1 ;
Quinones et al., 1 993
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27. My supervisor supports company change

Huczynski & Lewis, 1 980;
Richey, 1 992; Rouiller, 1 989

28. I prefer habits or old ways of doing things

Poxon, 1 995;
Huczynski & Lewis, 1 980;
Wexley & Latham, 1 99 1 ;
Noe, 1 986

29. There is a conflict between the classroom
theory and practice on my job

Terborg, 1 98 1 ;
Quinones et al., 1 993

30. I accept change in my job

Baldwin & Ford, 1 988;
Noe, 1 986

3 1 . I am furnished equipment to apply the
training to my job

Broad & Newstrom, 1 992;
Poxon, 1 994; Long, 1 990;
Mosel, 1 957

32. I have authority to apply related
instruction

Broad & Newstrom, 1992;
Poxon, 1 994; Long, 1 990;
Mosel, 1 957

33. I have supervisory support to use
what I learned in the classroom

Michalak, 1 98 1 ;
Wexley & Baldwin, 1 986

34. My co-workers support company change

Baldwin & Ford, 1 988;
Noe, 1 986

35. My company has supportive policies
and procedures

Poxon, 1 994;
Hendrickson, 1 990;
Mosel, 1 957

36. I have motivation to use the information
I have learned in the classroom

Poxon, 1 995
Huczynski & Lewis, 1 980
Wexley & Latham, 1 99 1
Noe, 1 986

37. Little feedback is given to me on
the results of my instruction

Brinkerhoff
& Montesino, 1 995;
Cervero, 1 985;
Foxon, 1 997;
Furze & Pearcey 1999

38. I am distracted by my personal problems

Huczynski & Lewis, 1 980
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39. I think the classroom instruction
is relevant to my job

Terborg, 198 1;
Quinones et al., 1993

40. My supervisor supports company training
so we can do new types of work

Michalak, 198 1;
Wexley & Baldwin, 1986

41. There is consistency with my
supervisor's view of my work

Blair, 1996; Foxon, 1994;
Walton, 1989

42. I receive support from co-workers
when using new information

Baldwin & Ford, 1988;
Noe, 1986
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